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CHAPTER I 
INTRODUCTION 
There are fe1v problems of more basic importance ito our 
i 
i 
culture than an understanding of the motivation to work.: 
Work is one of the most absorbing things men can think 
and talk about. It fills the greater part of the waking 
day for most of us. For the fortunate it is a sourqe of 
great ~atisfaction; for man;v others it is the cause :of 
grief. 
The attitudes of the individual toward his work, the cine~ 
stances which lead to these attitudes, and the consequerices 
where his work are concerned are all important. Employ$e 
morale affects work output, turnover, absenteeism, and i 
i 
working relationships. Where an organization's motive ~s profit 
these end results of·employee morale are translated int9 
! 
dollars and cents. In nursing much more than the profit 
! 
motive is involved. These same morale factors must be tiewed 
in terms of their effect upon the quantity, quality, an~ 
continuity of patient care. 
i 
One of the greatest problems facing hospitals t6day is 
the high rate of turnover among nursing personnel. This study 
is concerned with turnover in a group of nursing assist~nts in 
I 
I 
a selected government hospital (over a two-year period) i. It 
lF. Herzberg, 
tion to Work (2d ed.; 
1959)' p. 3. 
I 
B. Mausner, and B. Snyderman, The; Motiva-
New York: John Wiley and Sons, Ihc., 
i 
I 
I 
I 
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I 
2 
woul~ prove helpful for those with responsibility for ndrsing 
care to know if measures taken during the second year o~ this 
period resulted in greater job satisfaction and contribtited to 
. ! 
reduction in turnover in the nursing assistant group. 
Statement of the Problem 
This study was undertaken to determine the effedt, if 
' 
' 
any, on turnover and employee attitude of measures takeri to 
improve the training, raise the performance requirements, and 
I 
I 
elevate the status of the nursing assistant as a worker iin a 
selected government hospital. 
Answers to the following questions were sought: i 
1. Can the rate of turnover in the nursing assistant group 
be decreased by increasing training for the work to be :t;>er-
: formed and maintaining standards of performance at a consistent 
ly satisfactory level? 
2. Will there be evidence in nursing assistant exit 
interviews of a positive response to measures taken to improve 
i 
the workers' performance, contribution, and stature as a worker 
within the nursing service? 
Justification of the Problem 
- Federal hospi tala use proportionately high numbers of 
ancillary workers trained on-the-job to supplement their 
professional nursing staffs. Nursing assistants comprise sixty 
or more per cent of the nursing staff in the average me~ical 
and surgical hospital. Because they contribute so much.;to the 
' i 
care and comfort of the patient, their preparation on-the-job 
3 
is particularly important. The effectiveness with which they 
function will in large measure be determined by such factors 
as the basic and advanced training they receive, the skills 
they gain through supervised practice and prolonged exp~rience, 
I 
the attitudes they develop, and the satisfaction they derive 
from the work they perform. 
Nursing assistant turnover in the hospital studied had 
been high since the hospital opened six years prior to ~he 
study period. Rapid turnover with a continuous influx of un-
trained emplQyees placed heavy training demands upon the nursi 
education department. Because replacements came at irr~gular 
I 
interval~ it was impossible to conduct and complete the basic 
training requirements in an organized manner. As a result, 
continuity of training was often lost and effective sup~rvision 
was difficult to maintain. Many employees drifted into
1
perman-
' I 
ent status without having completed the basic training require-
ments. Beaause of training and performance deficiencie~, they 
remained permanently in the low grade reserved for trainees. 
In January 1960 review of turnover by the personnel 
division for the calendar year 1959 revealed a turnover
1 
rate 
I 
of 52.8 per cent in the nursing assistant group. i This was the 
I 
highest rate for any group in the hospital. In reviewing the 
i 
over-all nursing situation, it was found that forty-fouri 
I 
nursing assistants in permanent status had not complete:d the 
basic training requirement. Of these a large number h~d 
I 
requested and been given permanent evening or night assignments 
I 
where the pay differential helped to augment their low 1salaries 
4 
I 
For these employees, there was limited opportunity for 4ddition-
i 
al instruction and supervision. In this group there we*e many 
I 
evidences of poor employee attitude and lack of job sat~sfac-
1 
i 
tion. These were reflected in the poor attendance reco*ds of 
I 
many and the frequent expressions of dissatisfaction wi~h work 
i 
situations and supervisory relationships. ~uantity and!quality 
! 
I 
of patient care were being affected by the poor attendaAce, 
! 
i 
poor attitude, and poor performance of many dissatisfied 
i 
I 
nursing assistants. There was, in addition, evidence or a 
I 
supervisory attitude that tended to be more critical th~n 
! 
I 
constructive. In February, 1960, it was felt the time 1ad come 
I 
when measures could and should be taken to correct the defi-
! 
ciencies in the training of the nursing 
their level of performance, and improve 
i 
assistants, inc~ease 
I 
their status asimembers 
I 
I 
of the nursing team. This study has sought to evaluateithe 
results of the measures taken. I 
i 
There are no known similar or duplicate studiesicon-
cerned with this particular problem as it related to this level 
I 
I 
I 
of nursing employee. I 
Scope and Limitations 
! 
! 
I 
This study was confined to turnover in a group 9f 
approximately 185 nursing assistants in one selected fe~eral 
hospital. It covered the two-year period from March 1,11959 
! 
to February 28, 1961. The monthly statistics on turnov~r 
maintained by the hospitalts personnel 
period provided the data on turnover. 
division for thik 
I 
) Exit interviews I 
! 
I 5 
conducted by the personnel division provided additional data on 
employee reaction to work performed as a nursing assist~nt. 
i 
Measures taken at the beginning of the second study yea~ to 
I 
increase the training, raise the level of performance, ~nd im-
1 prove the nursing assistants' status were reviewed to ascer-
! 
tain if they showed any relationship to turnover. I 
There were limitations to this study. 
1. During the year 1960, there was a marked increa~e in 
I 
the number of licensed practical nurses employed. Practical 
I! ' 
nurses were employed at a higher salary level with the fossibil-
1 
ity of advancing more rapidly than the nursing assistan~. 
I 
i 
There had been positive as well as negative reactions ftom 
i 
nursing assistants to these co-workers. The extent to fhich 
I 
these influenced turnover could not be determined. 
2. Not all nursing assistants were interviewed at ~he time 
! 
of resignation so the data_ were not complete. Interviets were 
i 
not conducted if the period of employment was of short ~uration, 
I 
if the employee was separated for disciplinary reasons,ior for 
i job failure. Employees transferring to other federal agencies 
I 
I 
were not interviewed. Included among the nursing assistants 
i 
interviewed were many whose resignations had been encoupaged 
i to avoid separation for cause. 
' i 
3. The effect of local unemployment on turnover co~ld 
! 
. I 
be determined. Over the years turnover had been closelr 
i 
related to employment opportunities in the area, which ~as 
not 
highly industrialized. During 1960 there was an increase in 
I 
I 
6 
local unemployment of approximately 29 per cent. 2 i Review of 
i 
turnover of employees in the dietary and housekeeping depart-
! 
menta showed slight increases rather than decreases for:l960 
as compared with 1959. It was therefore assumed that local 
unemployment had no greater effect on turnover in the n~sing 
assistant group in 1960 than it had in 1959. 
4. This study made use of available data accumulated by 
the hospital's personnel division. Because the methods used 
for collecting the data were not designed for the study~ its 
application had certain limitations. The data were often 
cumbersome to tabulate and handle. 
5. Since the study was concerned with the problems and 
needs of nursing assistants in a particular federal hospital 
and the extent to which they were being met, it may havT a 
limited contribution to make in another hospital. i 
Definition of Terms 
Nursing assistant - an ancillary employee trained on-th~-job 
to assist with the nursing care of patients in federal 
hospitals. 
Nursing assistant trainee - a nursing assistant during ~is 
first year of employment. The trainee in this hosp~tal 
! 
received 200 hours of basic instruction and supervi~ed 
practice. 
2connecticut Labor Department Economic Security! 
Division, New Haven Labor Market Letter,- January, 1961, 1 n.p. 
: 
7 
Advanced training - training in more advanced nursing proce-
dure and practice.planned in courses of forty hoursj Such 
advanced training is reserved for selected employees who 
I show greater than average nursing potential. 
I Separation - justifiable termination of a classified emwloyee 
! 
on an involuntary basis. 
Ill 
Preview of Methodology 
Data collected by the hospital's personnel diviJion was 
I 
used to follow the monthly turnover in the nursing assistant 
I 
group. Monthly turnover was stated in percentages of t~e total 
employed. The monthly turnover was studied in relationJhip to 
I 
measures taken early in the second study year to improve the 
preparation of the nursing assistants for their work ~ raise 
the level of their performance. Exit interviews conduc led with 
nursing assistants by the personnel division during the jtwo-
1 year period were studied to see if they reflected a change in 
I 
worker attitude which might in turn have affected the r~te of 
I 
turnover. 
II 
8 
Sequence of Presentation 
Chapter II provides the theoretical framework for the study. 
Chapter III describes the methodology. 
Chapter IV presents and discusses the findings. 
Chapter V gives the summary, conclusions 1 and recommendations. 
J 
CHAPTER II 
THEORETIOAL FRAMEWORK OF THE STUDY 
Review of the.Literature I 
I 
Review of the literature reveals few studies co~cerned 
I 
with turnover among ancillary workers in the nursing se~vice. 
' I 
The literature does reveal many indications 
between turnover and job satisfaction. Job 
of a relati0nship 
I 
i 
I satisfactio~, in 
I 
i 
turn, is seen as the result of various attitudes posses*ed by 
I 
an employee. Blum states: ! 
I 
' 
• . . job satisfaction is a general attitude which ts the 
result of many specific attitudes in three areas, n~mely, 
sp~cific job factors, individu~l adjustment, and gr¢up 
relationships outside the job.5 ! 
I He further states it is difficult to rank the various factors 
I 
involved in job satisfaction since they will vary in imwortance 
i 
from individual to individual and in the same individual from 
time to time.4 
In their survey of the literature for correlati<pn 
I 
. I 
studies of the effects of job attitudes on performance 9n the 
job, Herzberg, 
elusion there 
Mausner, Peterson; and Capwell came to t~e 
I 
I 
is probably some relationship between jobi 
I 
! 
con-
attitudes and output and productivity. They felt, howeyer, the 
dations 
i 
3M.L. Blum, Industrial Psycholo~ and Its Social 
(New York: Harper and Sons, 1949 , p. 75. I 
4 ; Ibid., p. 76. I 
---
9 ' i I 
I 
I 
i 
I 
. I 
Foun-
: 
I 
I 
10 
i 
studies they reviewed were far from conclusive. ! A mor~ uniform 
I 
I 
relationship between worker attitudes and absenteeism, !turnover 
and personal adjustment was evident in the studies they 
I 
reviewed.5 
i A pilot study of the relationship between job s:atisfac-
' 
tion and turnover in three g~neral hospitals in New Yor~ was 
. . I 
·-·-· . -··- ...... · i 
conducted by the Division of Nursing Resources of the n:epartment 
i 
of Health, Education, and Welfare. I Returns from an opi~ion 
questionnaire completed by four hundred eleven 
nursing departments of the test hospitals were 
i 
i 
members of 
I 
analyzedi. 
I 
the 
i 
Results disclosed that there was no great difference i~ job 
satisfaction between leavers and stayers. The most 
group of all consisted of those who were forced to 
i 
diss~tisfied 
! 6 leave. 
I 
The findings of this study are at ~ariance with those dpne in 
the area of industry. Investigators of similar problemb in 
i 
\ 
industry found such factors as the intrinsic nature of the work 
i 
the characteristics of supervision, the relationship ofl the 
i 
worker to the social group in which he functioned, the ppportun-
1 
I 
ity for advancement, as well as the characteristics of ~ com-
, 
! 
pany and its management all played a part in influencing a 
! 
worker's feelings about his job. For example, Plantz, McCord, 
I 
I and Efferson found that , 
; 
i 
5F. Herzberg, B. Mausner, R. Peterson, and D. Capwell, 
Job Attitudes: Review of Research and Opinion (Pittsbur~h: 
Psychological Service of Pittsburgh, 1957), pp. 95-113.! 
I 6s. Wright, "Turnover and Job Satisfaction, 11 
XXXI (October 1, 1957), pp. 47-52. 
Hospitals, 
i 
I 
I 
J 11 
Excessive absenteeism and labor tm~nover generally 4rise 
from the dissatisfactions of the employees. They may resent 
the type of supervision they receive; they may feel!insecure 
in their jobs; they may dislike the work they are c4lled 
upon to do, or feel inadequate in its performance; qr there 
may be some other way in which they are not adjuste4 to the 
organization or to their specific jobs.7 1 
I 
Herzberg, Mausner, and Snyderman were particula*ly 
I 
interested in determining the factors which contribute Jost to 
Purposo.l. job satisfaction. In a study conducted for this ~- they 
rank job satisfiers in the following order·: I 
l. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
ll. 
12. 
Achievement 
Recognition 
Work itself 
Responsibility 
Advancement· 
Salary 
Opportunity for growth i 
Interpersonal relations with subordinated 
Status : 
Interpersonal relations with superiors 
Interpersonal relations8with peers Supervision (technical) I ! 
I 
The authors point out that the top five factors were fo.9nd to 
focus on the job itself (1) on doing the job, (2) on li~ing the 
i 
job, (3) on success in doing the job, (4) on recognitio~ for 
! 
doing the job, and (5) on moving upward 
growth. These factors resulted in high 
I 
as an indication of 
i 
I job attitudes and job 
I 
satisfaction. Other factors which focused less· on the j:ob 
I 
! 
itself and more on the context within which the job was ~er-
1 
i formed were rarely instrumental in bringing about high j:ob 
. I 
attitudes. Where satisfaction derived from the perform~ce of 
! 
7E. Plantz, N. McCord, C. Efferson, Training Emdloyees 
and Managers for Production and Teamwork (New York: The ~onald 
Press Co., 1948), p. 8. 1 
8Herzberg, Mausner, Snyderman, QE· cit., p. 60. 
12 
I 
the work itself, other factors concerned with the work ali tuatior: 
I 
loomed less important. These same factors could, howeve~, 
I become a source of dissatisfaction when the work perfor~ed was 
not in itself satisfying.9 
i 
! 
I 
I If, as Herzberg, Mausner, and Snyderman indicate:, the 
I 
I 
I 
approach to job satisfaction must be job centered it wilil be 
I 
necessary to consider the opportunities for satisfactio~ the 
I 
I job can afford the individual. The nursing assistant w~o is 
I 
personally suited for the work has many opportunities 
satisfaction from the service he gives to patients. 
! 
to! derive 
i 
To !realize 
! 
i 
such oppo~tunities he must be so trained that he can perform 
his assi~ed duties with understanding and the degree of! skill 
I 
I 
required to insure good patient care. As Plantz, McCor~, and 
i 
I 
in itsl Efferson point out, nMastery of the job and pride 
I 
accomplishment are real reasons why people work and workj hard. n} 
i 
The nursing assistant is a relatively new memberl of the 
nursing staff in a federal hospital. I He faces many prob1lems 
I 
of adjustment in a situation in which he functions in a lsubor-
dinate role. He has a parti·cular need for status and re:cogni-
tion if he is to achieve job satisfaction. Burling, LeJtz, and 
i 
Wilson in their study of human organization in hospi talsl found 
I 
I 
the same sort of status difficulties among nursing servijce 
auxiliary workers that were found at other levels among !groups 
i 
relatively new, such as technicians and social workers. I All 
! 
9Ibid., p. 63. 
\ 
lOplantz, McCord, Efferson, op. cit., p. 153. 
13 
new occupational groups in the hospital were ambitious, 1eager 
to please, and hungry for recognition in their own fieldj. 11 
i 
Nursing assistants usually comprise one of the l~rgest, 
I 
I 
if not the largest, hospital groups. It is necessary t~t they 
i 
' learn to work and live with one another as well as with ~heir 
supervisors. Status as a group is particularly importan~ to 
' i 
them. Nursing .service must, therefore, be concerned with the 
characteristics of the group as well as its relationship! to the 
i 
hospital and the service of which it is a part. Bradford and 
i 
Lippitt state that: 
Groups contribute to individual security in an industrial-
ized society by servin6 three basic drives (1) need for a 
feeling of belonging, (2) need for a sense of achievement, 
(3) need for recognition.l2 I 
' 
The authors further state that for group relationships tp be 
effective, the individual must have opportunity (1) to s~are 
: 
in setting goals which affect his situation and (2) to share 
in determining how these goals can be reached.13 
The need for recognition in achieving job satisfaction 
appears repeatedly in the literature. 
i 
It is a need that! is 
i 
characteristic of groups as well as individuals. 
i 
Herzberg, 
: 
Mausner, and Snyderman, aware of the importance of recognition 
I 
as a job satisfier, found that to be meaningful, recogni~ion 
11 i T. Burling, E. Lentz, R. Wilson, The Give and ~ake in 
Hospitals (New York~ G.P. Putnamrs Sons, 1956), pp. 146-~--
12L. Bradford, G. Lippitt, 11 The Individual Counts,n 
National Education Association Journal, XLIII (November,ll954), 
pp. 485-487. i 
13Ibid., p. 485. 
I 
14 
must be related to accomplishment. 11 .An important aspec~ of the 
effectiveness of recognition for producing high job att~tude 
is some achievement as a basis for recognition.nl4 i The ;nursing 
! 
assistant has a particular need for recognition not onli for 
himself but for the employee group of which he is a mem~er. 
Basis for Hypotheses 
In the hospital setting the nursing assistant is the 
' least qualified and prepared member of the nursing team.! He 
I 
ranks lowest in the hierarchy of those directly concerned with 
the patient 'a care. In such a situation he has a partic1ular 
need to attain a feeling of security and a sense of belo!nging 
if he is to function at a satisfactory level and remain ]a 
member of the nursing team. 
I 
;rt is the writerrs belief that nursing assistant! turn-
over is in large measure a r~flection of the degree to ,hich 
! 
these members of the nursing team are enabled to derive !sa tis-
faction from the work they perform. 
i 
Like all workers, t~e 
I 
I 
nursing assistant has basic needs which his work must fUilfill 
I if he is to attain job satisfaction and be content to continue 
in his work. These include liking for his work and the ability 
i 
I 
to do it at least reasonably well, recognition for work ~ell 
I 
done, and opportunity to grow and develop on the job. NUrsing 
i 
assistants are deeply concerned with their status as a g~oup 
' 
and want to be accepted by their co-workers in nursing. 1 There-
i 
fore this study attempted to determine the effect, if anY, on 
14Herzberg, Mausner, Snyderman, QJ2.. cit. , p. 60. i 
I 
I , 
15 
I 
nursing assistant job attitudes or measures taken to improve 
I 
the training and raise the performance requirements in ~ 
selected government hospital. The study then sought to !deter-
mine if there was a relationship between the measures t~ken and 
the turnover in the group over a two-year period. 
Statement of Hypotheses 
i 
' 1. The nursing assistant who is adequately trained !to 
I 
perform his patient care duties and consistently held to: a 
! 
satisfactory ~evel of performance will achieve greater jbb 
i 
' 
satisfaction and increased feelings of status and belonging. 
2. 
i 
I Nursing assistant turnover will decrease as work: 
! 
satisfactions and feelings of status and belonging incre~se. 
i 
CHAPTER III 
METHODOLOGY 
Selection and Description of Sample 
i 
This study was conducted in one selected government 
I 
I hospital located in a highly industrialized community. iThe 
i 
hospital had eight hundred twenty-three operating beds ~istrib-
I 
I 
uted fairly evenly between five major clinical services:! 
i 
chronic long-term and rehabilitative. The hospital,l 
. : 
I 
affiliated with a local medical school, had extensive me!dical 
i 
i 
training and research programs. These contributed greatily to 
the activities and responsibilities of all nursing 
The patient population was predominately male. In 
i 
persoln.nel. 
I 
a lar:ge 
number of patients, old age was a factor which contribut:ed to 
I 
I 
and complicated illness. Many patients both old and youbg had 
I 
I I long-term debilitating types of illn~ss. There was a high 
I 
I 
incidence of critical illness often of a terminal nature!. A 
wide range of understanding and skills was needed by thd an-
! 
! 
cillary worker who participated actively in the care of iall 
i 
types of patients and on all services. I 
i 
During the two-year period of the study from Marjch 1, 
I 
1959 to February 28, 1961, the hospitalrs nursing staff I 
i 
consisted of one hundred forty registered nurses and onei 
16 
I 
I 17 I 
hundred eighty nursing assistants and licensed practica~ nurses. 
I 
I 
A total of seven practical nurses was on the staff in 1~59. 
This number increased to thirty in 1960. Nursing assisiants 1 
other than practical nurses, were employed and then tra~ned on-
! 
the-job to perform their patient care duties. Such dut~es 
I 
were confined to the personal and physical care of pati~nts and 
i 
to assistance with the care of the more acutely ill pat~ent. 
i 
Basic training for the new nursing assistant consisted df two 
I 
hundred hours of planned instruction and supervised praqtice 
I 
i 
during the first three months of employment. During this 
I 
period, the trainee was assigned directly to the nursin8 educa-
' i 
tion department. On successful completion of the three~month 
I 
I 
training requirement, the trainee was given a permanent iward 
I 
I 
assignment and completed his trainee year under the sup,rvision 
of his head nurse and service supervisor. At the tenthimonth 
! 
: 
a written recommendation for or against retention was r~quired 
I 
by the personnel division. I 
i 
During the first year of the study, trainees we~e 
I 
recruited and entered the basic training program at irr~gular 
I 
! 
intervals. This proved time-consuming and also limited!the 
i 
effectiveness of the training. It prevented the nursi~ educa-
• I 
tion staff from providing advanced training for selected nursine 
• I 
I 
assistants and thus retarded development and promotion of the 
I 
more promising older employee. At the conclusion of hi~ 
trainee year, the nursing assistant might be recommende4 for 
I 
retention without promotion to the next grade. ~fuen conduct an< 
I 
performance were less than satisfactory, he became a petimanent 
18 
' 
employee in a trainee grade. This made it more difficuit to 
I 
take disciplinary action if the employee continued to be 
I 
unsatisfactory. As a result, there was a growing number of 
' i 
disciplinary problems, a lowering of the over-all calibre of the 
nursing assistant staff, and a lowered state of morale in the 
i 
nursing service as a whole. Dealing with problems conc~rned 
with this worker proved time-consuming. The status of ~he 
nursing assistant group was adversely affected. 
During the second year of the study, three sepa~ate 
I groups of nursing assistants were recruited for trainin$ at 
I 
specified periods and completed the basic program. These 
' i 
groups never overlapped so full attention could be given membere 
i 
of each class. Performance and adjustment were carefully 
evaluated at periodic intervals. Unsatisfactory employees 
I 
were promptly separated. At the tenth month,if recommended for 
i 
retention, the trainee was also recommended for promotion on 
I 
completion of his training year. This indicated he was[ able to 
' 
perform the full range of basic nursing duties responsi~ly and 
with minimal direct supervision. Time now became available to 
the nursing education staff to meet other training need~ in the 
i 
nursing assistant group. A forty-hour advanced training pro-
gram was planned and executed for twenty selected nursing 
' 
assistants who then met the training requirements for ahother 
advancement in grade. Several promotions in this group! were 
' i 
effected before the end of the second year. Arrangemen~s were 
I 
i 
also made to complete the basic training of the forty-fpur 
i 
nursing assistants in permanent status who were still at the 
I 19 
trainee grade level. Those on permanent evening and night duty 
were returned to day duty to complete their basic training 
! 
under close supervision. Their work performance was cafefully 
i 
evaluated. Several border line employees resigned rather than 
! 
accept this change. The remaining employees completed ~he basic 
training requirement and were promoted. By December, 1960, all 
! 
r 
these nursing assistants were trained and in the appropriate 
grade. 
Concurrently with measures taken in the second ~ear to 
I 
increase and improve training, others were taken to railse 
I 
performance requirements and improve the status of nura;ing 
assistants. 
i 
1. An on-going program of counseling and guidance jfor all 
i 
ancillary employees was instituted. Performance requi~ements 
i 
were established in writing. Work performance, conduc~, 
i 
attitude, and attendance were evaluated and discussed With each 
employee. 
I 
' These evaluations '\'Jere confirmed in writing; and 
i 
I 
placed in each employee's personnel file. Recognition:was 
i 
given to outstanding performance through the hospital'~ 
employee awards program. Disciplinary action was promptly 
! 
taken for less than satisfactory performance since performance 
! 
I 
I 
requirements were now clearly defined. Verbal and wri~ten 
admonishments were given for minor infractions, reprimands 
for those of a more serious nature. After three reprimands 
action "Vtaa taken to separate the employee. In the earily months 
I 
of the second year, turnover reflected a large number jof 
resignations pending separation for unsatisfactory pe!'formance. 
i 
I 
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2. A nursing assistant council was established with a 
chairman· and secretary selected by the group. The purpose of 
the council was to provide opportunity for group expression and 
group resolution of many of the problems which concerned its 
members. The chairman of this council represented his group 
and served as its spokesman at the chief nurse's monthly 
executive committee meeting. Requests and recommendations of 
council members were heard and acted upon favorably when 
possible. If the action requested was not feasible, an explana-
tion was given the group. In turn, the chief nurse discussed 
with the council chairman matters, particularly those concerning 
attitude and conduct, which she felt should be reviewed with 
the group. The council chairman then assumed responsibility 
for bringing these to the group for discussion and resolution. 
The council quickly developed into a cohesive group, vocal in 
expression and concerned with elevating the performance and 
status of its members. The need for disciplinary action with 
more refractory group members began to decrease. 
3. Provisions were made for nursing assistant representa-
tion on nursing committees and at nursing meetings with the 
selection of the representative by council members. This 
employee group was thus provided an opportunity to share in the 
planning of the nursing service. This was done to obtain the 
benefit of employee ideas and suggestions and give increased 
recognition and stature to members of the group. 
The two-year period from March 1, 1959 to February 28, 
1961 was selected for the study since the measures introduced 
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to improve the importance and status of the nursing assistant 
group were introduced in the early months of 1960. Improve-
menta in turnover, attitude, and performance of the group as a 
whole during the ensuing months seemed evident. To study .the 
success of measures taken required that similar data be 
available for both years. The data selected for the study were 
already collected and available in the personnel division of 
the hospital and consisted of the following: 
1. The monthly rate of·turnover expressed in per cent of 
the total group of nursing assistants employed in any one month 
of the two-year period. Since there were from month to month 
some variations in the actual full-time equivalent of employ-
ment, the percentage of turnover reflected most accurately the 
trend the monthly turnover had taken during the study period. 
2. Exit interviews conducted by a member of the personnel 
division with nursing assistants on their last work day. A 
questionnairel5 was used for this purpose. Questions were 
asked by the interviewer and responses entered on the question-
naire. Included in the exit interviews were several with 
employees given the opportunity to resign pending separation 
~ 
for unsatisfactory behavior or performance. The interview 
sampling was not, however,·complete. Exit interviews were not 
conducted on employees separated for cause or abandonment of 
position. They were not conducted on trainees separated fol-
lowing very brief periods of employment. Occasionally circum-
l5Exit Interview Report - sample appears in Appendix A. 
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stances of resignation were such that the employee obtained 
his clearance by mail. In one case, there was a death. 
Transfers to other federal agencies were not interviewed and 
there were several of these in the first year. The sampling of 
exit interviews for the first year with a turnover of one 
hundred fifteen was seventy-six or 66 per cent. The sampling 
of exit interviews for the second year with a turnover of 
forty-three was forty or 93 per cent. The reasons for the 
improved sampling in the second year is a matterlbr conjecture. 
It could be assumed this was related in some way to the consid-
erable decrease in turnover. This study does not attempt to · 
explore this. 
Through study of the monthly turnover during the two-
year period and information obtained from exit interviews held 
with nursing assistants, it was hoped information would be 
obtained that would serve to show the effect on turnover and 
employee attitude of the measures taken to improve the nursing 
assistant's performance and status. 
CHAPTER IV 
FINDINGS 
Presentation and Discussion of Data 
Three sets of data were reviewed and used to compare 
turnover and the factors concerned with turnover in the nursing 
assistant group during the two years of the study. These data 
were concerned with (1) the monthly rate of turnover, (2) the 
reasons for turnover, and (3) the responses to questions asked 
on exit interview. 
Data available on the percentages of monthly turnover 
were first reviewed and compared as shown in Table 1. 
TABLE I.--Comparison of monthly turnover of nursing assistants 
during the two years of the study 
Month 
March 
April 
May 
June 
July 
.August 
September 
October 
November 
December 
January 
February 
TOTAL 
Percentage 
1959 - 60 
4.6 
3.0 
4.7 
5.1 
7.4 
4.7 
6.5 
5.3 
5.2 
2.4 
5.3 
5.4 
59.6 
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of Turnover 
1960 - 61 
1.8 
3.5 
1.7 
3.0 
2.8 
1.6 
2.7 
2.2 
2.1 
.5 
1.1 
1.6 
24.6 
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The total percentage of turnover 
crease in the second year of the .study. 
showed a marke~ de-
[ 
The pattern monthly 
I . 
! 
I 
turnover assumed in each year w~s markedly similar with ithe 
. ' 
exception of the month of April.l6 Turnover reached itJ highest 
! 
pea¥: in April of the second year; in April of the first !year, 
I 
I it reached the next lowest point for the year. The sim~lar 
f i 
! 
trends assumed by turnover in the two years led to the ~ssump-
1 
tion there were seasonal factors as well as others whic~ influ-
i 
enced turnover. The decrease in nursing assistant turnqver in 
' 
the second year of the study was not felt to be influen~ed by 
' 
' I the increase in local unemployment since there were act~ally 
I 
slight increases in turnover among employees in both th~ 
! 
housekeeping department and the dietary service during ~his 
j 
i year. 
Men and·women were employed in approximately eq~al 
' 
numbers during the study period. However, the rate of ~urnover 
I 
was higher among women than among men in both years as ~hown 
in Table 2. 
TABLE 2.-- Comparative 
ants during 
i 
turnover of men and women nursin4 
the two years of the study ' 
I 
assist-
Numerical Turnover Perc:entage Ttirnover 
Men Women Total .Men Women i Total I Study Year 
First Year 42 73 115 36.5 63.5 100 
Second Year 18 25 43 41.9 58.1 100 
i 
It might, therefore, be anticipated that the turnover r~te in 
16comparative Turnover in Nursing Assistants, 
Appendix B, Figure 1. 
I 
I 
see 
I 
! 
I 
! 
! 
25 
the nursing assistant group would increase if the ratio lot 
women to men employed increased. 
During the first year of the study, turnover in the 
nursing assi·stant group numbered one hundred fifteen. Jiuring 
the second year, this number dropped to forty-three. T~ble 3 
compares ·the reasons for turnover in each year. The rearsons are 
sho1v.n in terms of the frequency of their occurrence in each yeai 
! 
and the percentage of the year•s turnover this represen~ed. 
TABLE 3.--Comparison of reasons for turnover of nursing!assist-
ants during the two years of the study i 
Reasons for Turnover 
Related to employment: 
hours of duty 
supervision 
obtained other work 
Personal reasons: 
pregnancy 
marriage - family 
continue education 
transportation 
health 
leaving area 
military service 
Other: 
abandoned position 
separated for cause 
pending separation 
death 
TOTAL 
First Year 
No. Percent 
2 
3 
5 
18 
20 
13 
5 
15 
8 
2 
4 
14 
5 
1 
115 
1.7 
2.6 
4.3. 
15.7 
17.4 
11.3 
4.3 
13.0 
7.0 
1.7 
3.5 
12.2 
4.3 
.9 
99.9 
Second Year 
No. Percent 
2 
2 
2 
11 
6 
1 
0 
5 
2 
1 
3 
0 
8 
0 
43 
4 7 
4 7 
4~7 
I 
I 
! 
25~6 
I 
14~0 
2~3 
I 
~0 
ilt6 
4~7 
2t3 
i 7~0 
0 
18 1 
99~7 
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A higher percentage of resignations in the second year 
was due to reasons related to employment. Negative co~ents 
I 
on supervision and hours of duty came from employees whdse 
resignations were encour~ged. Marriage and family reaso:ns 
i 
1 
along with pregnancy accounted for the high turnover amo~ 
women. Few women in either year were encouraged to resign 
because of unsatisfactory behavior or performance. No women 
abandoned their positions. Personal reasons accounted for the 
' 
highest number of resignations. The extent to which per:sonal 
reasons were given to obscure other reasons for resignatlon 
could not be determined from the data. Despite a marked1 in-
crease in resignations for r_easons of pregnancy, turnover for 
I 
personal reasons showed a downward trend in tl:l.e second y 1ear. 
No employees were separated for cause in the second year, but 
there were many resignations pending such separation act~on. 
I 
Higher standards for performance had been set and a counseling 
and guidance program was in effect. Employees, including 
trainees, who were not meeting performance standards were given 
the opportunity to resign before disciplinary action to iseparate 
! 
them was taken. The higher turnover for "othern reasons' in the 
second year reflects the measures that were being taken ~uring 
this year to eliminate unsatisfactory employees. 
The third set of data consisted of the responsesi to 
• I 
the exit interview report •17 The high turnover in the f]irst 
year provided an interview sampling of seventy-six or 66, per 
17 QJ2.. cit. , Appendix A. 
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I cent; the lower turnover in the second year provided 
of forty or 93 per cent. Responses to all questions 
i 
a sampling 
I 
inla 
I 
category were not always complete. On occasion the nursing 
i 
assistant withheld opinion or stated experience was inaqequate 
I to permit comment. 
i 
The responses to questions on exit interview weJe 
I 
i 
tabulated by category when the category was significant ito the 
study. Categories considered to have minimal significadce were 
not tabulated. Responses to questions in certain categJries 
were limited. 
I 
This may have indicated lack of interest lon the 
I 
respondent 1 s part or on unwillingness to provide the in~orma-
l 
tion sought. Responses were particularly limited to qu~stions 
I I I in Category VII, which dealt with social and personal f,ctors. 
1 The responses to the questions in each categorylwere 
I 
I 
I The re-arranged in two columns for each year of the study. 
' l 
sponses were tabulated by number in the first column; i~ the 
I 
second column ! . this number was stated in percentage of t~e total I responses for that question. This permitted comparisoniof 
' i 
I I responses in the second study year with those of the fi~st to 
i 
see if these reflected any significant changes in the a~titudes 
and feelings of nursing assistants. 
It was expected that the effect of measures tak~n to 
I 
improve training and performance and to increase status jwould 
. I 
not be reflected in exit interviews before the latter mqnths of 
! 
the second year. This proved to be true. The greatest!number 
I 
! 
of favorable responses reflecting high morale and job satis-
1 
I faction came in the last six months of the study.1 Thea~ 
' 
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favorable responses were offset by the rather high incidence 
I 
of negative responses during the first six months of the second 
i 
I year. This was the period during which firm measures w~re 
I 
being taken to insure that good performance standards w~re 
I 
being maintained. Review of the data revealed that the more 
! 
negative responses came from employees who were given t~e 
opportunity to resign pending separation action. There ~as a 
proportionately high number of these in the second year as 
I 
shown in Table 3, which compares the reasons for turnove~ for 
the two years of the study. Several of those separated :w-ere 
trainees who were not adjusting to the training and worki 
requirements. Others were encouraged to resign because bf 
conduct which reflected adversely on the hospital. In all 
I 
instances, employees given an opportunity to resign pend1ng 
action to separate them did so reluctantly. The most sa~isfied 
and best adjusted employees in the turnover group were the 
! 
' 
women. Their responses indicated that they derived great sat-
isfaction from the work performed and that they adjusted! more 
! 
easily to a situation in which they were rather closely ~uper-
vised. 
The first information sought on exit interview was the 
employeers reaction to the work he performed, his liking! for 
I 
the work, the extent to which he found it difficult to p6rform, 
I 
his reaction to supervision of his work, his evaluation pf the 
training he received, and the degree to which he found the work 
to be physically strenuous. Responses to the items in this 
categor were compared as shown in Table 4. 
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TABLE 4.=-Comparison of reactions to work performed by riursing 
assistants interviewed during the two years of the sttidy 
I 
\ 
Reactions to Work 
Performed 
Liking: 
very much 
somewhat 
so-so 
dull or disliked 
no answer 
Difficulty: 
too difficult 
very difficult 
somewhat difficult 
not difficult 
too easy 
no answer 
Supervision: 
excellent 
good 
satisfactory 
fair 
poor 
no answer 
I 
First Year Second tear 
No. Percent No. P~rcent 
52. 
23 
0 
1 
0 
2 
0 
10 
64 
0 
0 
10 
40 
0 
17 
1 
8 
68.4 
30.3 
.0 
1.3 
.o 
2.6 
.o 
13.2 
84.2 
.o 
.0 
13.2 
52.6 
.o 
22.4 
1.3 
10.5 
37 
2 
1 
0 
0 
0 
0 
4 
36 
0 
0 
11 
14 
0 
10 
5 
0 
i 
~2.5 
I 
i !5.0 
I j2.5 
I 
I • o 
I 
.o 
i .o 
I
I 
.o 
I 
I 
~0.0 
I 
i ~0.0 
I 
i • 0 
.o 
87.5 
i 
3i5.0 
I 
! • 0 
I 
J5.o 
l 
JJ2.5 
i 
I 
i i .o 
i 
' 
: 
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TABLE 4.--Continued 
I 
First Year Second !Year Reactions to Work 
Performed No. Percent No. J:iercent 
Training: 
excellent 
good 
satisfactory 
fair 
poor 
Strenuosity: 
too strenuous 
very strenuous 
somewhat strenuous 
not at all strenuous 
no answer 
22 
40 
0 
12 
0 
l 
3 
32 
40 
0 
29.0 
52.6 
.o 
15.8 
.o 
1.3 
4.0 
42.1 
52.6 
.o 
14 
18 
0 
7 
l 
0 
0 
10 
30 
0 
35.0 
I ij.5.o 
i 0 i • 
2.5 
i • 0 
I 
' 
.o 
I ~5.0 
q5.o 
1 • 0 
The degree to which work was liked increased greftly in 
the second year and from this it was assumed that there -was a 
corresponding increase in job satisfaction. Responses to 
i 
i 
supervision showed a considerable increase in the number!who 
! 
saw supervision as excellent rather than good. This was1 o'ffset, 
however, by an increase in the number of those who ra~ed: super-
vision as poor rather than good. 
I 
i Greater emphasis had been 
I 
placed on supervision during the second year. Higher perform-
ance requirements had been set and firmer supervisory controls 
were exercised. Disciplinary action had been taken where 
attitude and performance indicated the need. The more negative 
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I 
comments concerning supervision came from men who were being 
i 
involuntarily separated because of poor conduct or perfdrmance. 
Women tended to comment more favorably on supervision aJd to 
i 
rate it more highly than men. I A higher percentage of those 
i 
interviewed in the second year rated training excellentias 
I 
compared with good. Supervisors were assuming a more a6tive 
! 
role in the training of nursing assistants in this year~ There 
I 
were few negative responses to training except from trainees 
I 
i 
who were being separated because of inadequate perform~ce. 
I 
Reaction to training grew more favorable as the second tear 
l 
progressed. Responses in the second year indicated tha~ work 
was viewed as less physically strenuous than in the fir~t year. 
I 
Several lifting devices had been obtained this year which great-
' 
ly alleviated the lifting problems that were becoming i4creas-
ingly frequent. i 
I 
In the over-all, it was concluded from the findfngs 
that there had been definite improvement in the reactio~ to 
i 
work performed as the second year of the study progressed. 
i 
Category II of the exit interview was designed to obtai 
l 
information concerning the nursing assistant's relation~hips 
with co-workers and members of the ward staff. SuperviJor in I 
this category means the head nurse. Comparison of the inter-
1 
personal relationships 
and nurses for the two 
with supervisors, co-workers, phtsicians 
i 
years of the study are shown in Table 5. 
i 
II 
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TABLE 5.--0omparison of the interpersonal relationships !or nurs-
ing assistants interviewed during the two years of the: study 1 
- ! 
Interpersonal Relations 
With supervisor: 
excellent 
good 
satisfactory 
poor 
no answer 
With co-workers: 
excellent 
good 
satisfactory 
poor 
no answer 
With physicians: 
excellent 
good 
satisfactory 
poor 
no answer 
With nurses: 
excellent 
good 
satisfactory 
poor 
no answer 
First Year Second ~ear 
No. 
21 
40 
7 
4 
4 
24 
46 
2 
0 
4 
24 
43 
1 
0 
9 
25 
45 
1 
0 
5 
Percent No. 
27.5 12 
52.6 23 
9.3 3 
5.3 2 
5.3 0 
31.6 15 
60.5 22 
2.6 3 
.o 0 
5.3 0 
31.6 16 
56.5 22 
1.3 1 
.o 0 
10.6 1 
32.9 
59.2 
1.4 
.o 
6.5 
14 
24 
1 
1 
0 
Pier cent 
I 
: 
~0.0 
67.5 
I 
i 7.5 
! 
I 5.0 
! 
! .o 
I 
' 
:B7. 5 
I 
' 55.0 
I 
I 
:7.5 
I .o 
I ; • 0 
I 
' 
i 
I 4o.o 
I 
.55.0 
2.5 
' • 0 
I 
i 
:2.5 
I 
I 35.0 
i 
60 0 
I • 
; 
! .o 
II 
__ I ____ --
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Responses indicated some improvement in interpersonal 
relationships in the second year. The greatest improvement 
was seen in the relationship with the immediate supervisor, or 
the head nurse. Again the more favorable responses occurred 
in the last months of the second year. However, the responses 
in this category did not support the impression which existed 
that improved employee morale was in large measure due to . 
improved working relationships. 
The third category of questions was concerned with 
morale and covered areas of particular concern to employees. 
Responses here were studied with particular interest since 
responses to many items in this category would reflect the 
acceptance of policies and procedures of vital interest to both 
the nursing service and the nursing assistant. Responses for 
the first and second year on items concerned with morale are 
compared in Table 6. 
TABLE 6.--Comparison of morale as expressed by nursing assist-
ants resigning during the two years of the study 
Morale 
Sense of belonging: 
definitely 
to a degree 
no 
no answer 
First Year Second Year 
No. Percent No. Percent 
35 
33 
3 
5 
46.0 
43.4 
4.0 
6.6 
30 
10 
0 
0 
75.0 
25.0 
.o 
.o 
~--------------------~----~------~----~----__)11 
! 
' 
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TBBLE 6.--Continued I I i ! 
~ .. First Year SecondiYear 
Morale : 
I No. Percent No. Percent I .. 
Too many bosses: 
yes 8 10.5 4 10.0 
sometimes 14 18.4 6 15.0 
no 48 63.2 30 75.0 
no answer 6 7.9 0 .o I i 
Appreciation shown 
of your work: I 
i 
I 
I 
usually 40 52.6 33 82.5 
occasionally 20 27.4 5 12.5 
never 5 6.5 2 5.0 I 
I 
I, 
no answer 11 14.5 0 .o 
i 
Favoritism shown by 
I your supervisor: 
none 62 81.6 36 90.0 
sometimes 8 10.5 3 7.5 i 
i 
often 0 .o 1 2.5 
no answer 6 7.9 0 .o 
Supervisory criticism 
tactful and constructive: 
always 37 48.6 21 52.5 
usually 27 35.6 15 37.5 
occasionally 8 10.5 2 5.0 
never 0 .o 0 .o 
I 
I no answer 4 5.3 2 5.0 ! 
-
: 
I 
' 
I 
35 i ! 
I 
I i 
TABLE 6.--0ontinued 
' 
i 
Morale First Year Second Year 
No. Percent No. ~ercent 
Annual leave treatment: 
fair 66 86.8 35 87.5 
inconsistent 2 2.6 2 5.0 
unfair 1 1.3 1 2.5 
no answer 7 9.3 2 5.0 : 
Sick leave treatment: 1 
I 
fair 64 84.2 38 i95.0 ' 
' 
inconsistent 5 • 6.6 1 2.5 
' 
J 
unfair 1 1.3 1 2.5 ! 
no answer 6 7.9 0 .o 
' 
Tardiness treatment: i ' 
' 
' 
fair 67 88.2 38 !95.0 i 
inconsistent 1 1.3 1 2.5 
unfair 0 .o 1 I 2.5 ' 
' i 
no answer 8 10.5 0 .o 
' 
! 
' 
Promotion practices: 
good 20 26.3 13 [32.5 
! 
satisfactory 32 42.1 14 B5.0 I 
varies 4 5.3 2 s.o I j I 
' 
poor 3 3.9 1 2.5 
no answer 17 22.4 10 25.0 
' 
' ! I 
I i 
i I I 
-
' I 
! 
~-
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Responses in this category indicated a marked increase 
in a definite sense of belonging in the second year. This was 
I 
felt to have particular significance where morale was concerned. 
Individuals who expressed this definite feeling of belonging 
with very few exceptions responded very favorably to the other 
I 
items in this category. This feeling appeared most frequently 
in the last six months of the second year. It was expre'ssed 
more frequently by women than by men. The responses to ithis 
item in the second year supported the general impressio~ that 
morale in the nursing assistant group had reached a new righ 
level in the last months of the study period. 
Although the nursing assistant continued to work, in a 
I 
i 
situation in which he was subjected to orders and requests from 
other than one person, responses in the second year indicated 
i 
he was less inclined to see himself as having too many bbsses. 
It was, therefore, assumed that nurses were becoming more under-
standing and considerate in their requests and that a closer 
team relationship was developing between nurse and nursing 
assistant. This was further indicated in the degree to ¥hich 
the nursing assistant felt his work was appreciated in the 
second year as compared with the first. 
The supervision received was viewed more favorab~y in 
! 
the second year than in the first. Favoritism by superv~sors 
1 
was seen as shown much less frequently and supervisory criticism 
as more often tactful and constructive. There were some: nega-
tive responses concerning supervision coming from nursing 
assistants whose resignations were encouraged. The favorable 
37 
• 
responses in relation to supervision received served to support 
impressions that nurses were providing more, constructive 1 leader• 
I 
ship and guidance for nursing assistants. SUpervision was bei~ 
seen as helpful rather than threatening. · This was significant 
since a firmer supervisory approach had been used in the second 
year to eliminate the unfit and raise the level of group per-
formance. In support of this, disciplinary action had b~en 
frequently taken. There were no adverse comments conce~ning 
such action. 
Responses in relation to annual leave were simi~ar in 
both years. It was particularly interesting to note th~t 
responses indicated that both sick leave treatment and tardi-
i 
ness treatment were seen as more fairly handled in the s,econd 
i 
year than in the first. This was unexpected. A partic~lar 
! 
effort had been made in the second year to curb abuses of the 
! 
sick leave privilege and to discourage tardiness tendenc,ies. 
The policies for leave and attendance had been defined in > 
I 
writing and made known to all employees. Violations of policy 
were consistently handled but firm disciplinary measures: were 
frequently necessary. These were apparently accepted as! fair 
and just. Considerable support for these policies came ;from 
the nursing assistant council. The responses here were ~elt to 
reflect a grm'Ving sense of responsibility on the part of: nursit:e 
assistants for promptness in reporting for duty as scheduled. 
Category IV of the questionnaire dealt with working 
conditions. In this category, the responses to the item 
i 
concerning hours of duty was considered most significant. 
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There was very little variance in the way these were viewed in 
either year. They were seen as good by 57.8 per cent in the 
first year and 57.5 per cent in the second year. They were 
found satisfactory by 36.0 per cent in the first year a~d 37.5 
per cent in the second year. Approximately 5.0 per cen~ in 
each year found the hours of duty poor. There were com~ents 
concerning the difficulty of working ten consecutive days in 
order to have four consecutive days off duty. These appeared 
frequently enough in each year to warrant further study.: 
Category V dealt with pay treatment. 
significant difference between the responses 
Pay treatment was generally considered fair 
higher when compared with other employment. 
There 
in the 
and the 
Only a 
was ~0 
two years. 
same or 
i few men 
rated it lower. Many employees stated they were unable to make 
a comparison. 
Category VI dealt with obtaining other employment. 
Other employment had been obtained by 15 per cent of tho.se 
! 
leaving in the second year as compared with 11.8 per cent in 
the first year. For the most part these were men. Othep 
employment, therefore, accounted for very little of the ~urn­
over in either year. 
Category VII dealt with1 social and personal factprs. 
There were so few responses to items in this category tb!,at it 
I 
must be assumed that these were seen either as an invasiion of 
privacy or as insignificant. 
Category VIII sought more general information frbm 
respondents. Major disappointments were experienced by 
I 
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25 per cent of those interviewed in the second year as dompared 
with 10.5 per cent in the first year. Almost all the major 
i disappointments were concerned with factors that necessi:tated 
resignation. In some cases these were concerned with i~lness 
or family problems. Involuntary separations accormted f:or 
most of the disa~pointments since these employees submit'ted 
their resignations reluctantly. With few exceptions riur1sing 
assistants, including these whose resignations were encouraged, 
expressed interest in re-employment if circumstances per~itted. 
One employee in the second year as compared with four in' the 
first year indicated the hospital was not a good place to work. 
Many, however, commented on the satisfactions they had derived 
from their work. Such comments appeared with increasing! 
frequency in the second year. 
There were no indications on the exit interviews: that 
nursing assistants were leaving for reasons other than t~ose 
given on the official resignation. 
I 
CHAPTER V 
SUMMARY, CONCLUSIONS, RECOMMENDATIONS 
Summary 
This study was concerned with turnover in a nurs~ng 
i 
I 
assistant group in a selected government hospital over aj two-
year period. Early in the second year of the study, mea~ures 
- i 
I 
were taken to improve the training, increase the performrnce 
I 
requirement, and enhance the worker status of this group!. It 
I 
' 
was felt it would prove helpful for those responsible fop the 
i 
nursing care of patients to know if the measures taken rbsulted 
I 
in greater job satisfaction and contributed to a decreask in 
I 
! 
turnover in the nursing assistant group. The study was ponfined 
I 
to those nursing assistants who left the staff through.vpluntarj 
or involuntary resignation during the two-year period. ~t left 
I 
I 
undetermined the change, if any, in the attitude and mor~le of 
! 
nursing assistants who remained on the job. 
I 
Data used for the study were already collected ahd 
I 
available in the personnel division of the hospital. Th~se 
I 
included the monthly rate of turnover expressed in percentage 
• I 
of the total group of nursing assistants employed within! any 
i 
given month of the two-year period and exit interview reports 
i 
completed on the indiVidual's last WOrk day. The data availablE 
I 
for each of the two years were compiled and tabulated to!permit 
I 
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II 
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comparison. 
Conclusions 
1. Turnover in the nursing assistant group tended to de-
l 
crease as job satisfaction increased. 
2. Job satisfaction for the nursing assistant was r~lated 
to the quality Of his performance and increased as the l~vel Of 
his performance increased. 
3. I Job satisfaction for the nursing assistant can be most 
readily achieved through concentration on factors directly con-
I 
cerned v'li th the job itself - ability to perform the worki ade-
quately, recognition for doing it well, and opportunity to 
grow and develop on the job. 
4. Nursing assistants accepted training because it 
1
gave 
recognition to their importance as members of a nursing ~eam. 
5. Nursing assistants as a group liked their work and 
derived many satisfactions from their service to patient:s. 
6. The job attitudes and morale of the nursing assi:stant 
were closely related to the ufeeling of belonging" and to 
acceptance as an important member of the nursing team. 
7. When supervision was objective and constructive,[ it 
I 
I 
contributed to improved employee attitudes and work performance. 
I 
8. Women tended to be more satisfied and better adjusted 
I 
I 
employees than men and derived greater satisfactions frdm the 
performance of nursing assistant duties. 
! 
I 9. Turnover tended to be higher among women than men for 
reasons associated with marriage and family. 
I 
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10. Women tended to be less critical of supervision than 
! 
i 
men, who found it more difficult to accept supervision ~rom 
women. 
The findings of the study tended to support th~ 
I 
l 
hypotheses that nursing assistant turnover can be decre~sed and 
job satisfactions increased by improving the ability of jthe 
' 
worker to perform adequately and by holding him to an a~ceptabl 
i 
level of performance. Ability 
work well done, opportunity to 
to do the work, recognit~on for 
I 
grow and advance on the Job, a 
I 
"feeling of belongingll as a member of the nursing 
improved status as a member of the hospital staff 
team, and 
I 
I 
contr:ijbuted 
1 
to improved morale, greater job satisfaction, and a red~ction 
in nursing assistant turnover. 
Recommendations 
i 
I 
1. Careful screening of nursing assistant app1ican~s for 
I 
appointment and prompt elimination of trainees who show ievidence 
of unacceptable traits of behavior or poor adjustment tq the 
duties they will be required to perform. i 
I 
2. 
I 
Thorough basic training designed to develop the [ 
i 
understandings and the skills the nursing assistant neeqs to 
I perform adequately the full range of his duties in the Rersonal 
I 
care of patients. i 
I 3. Planning for periodic review of performance wit~ the 
j 
individual nursing assistant during which strengths andiweak-
nesses are objectively evaluated and future opportunities are 
I 
weighed. 
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4 .• ~ ~oV'isi"oli f'or advanced training for selected 
enced. nu.r'sing assistants who demonstrate capacity for 
i~s: more responsible duties in the nursing care of pati 
5. A promotiQln policy which provides appropriate 
tion for dependable behavior as well as skillful perfvLli·~-~c,e at 
a more advanced level. 
6. Opp®rtunity for group meetings which jp:t>ovide 
assistants a forum.for discussion on matters 
7. Introa~ction on ward units of a team approach to 
nursing care. 
8~ Oontinued effort to improve the human relations 
of supervisory practice. 
them 
pect 
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EX:W INTER.V'Imif REPORT 
REACTIONS TO WORK PEaFORl.iED:· 
a. Liking 
Difficulty 
~ Very 1iuch.: .. · .. Somewhat 
__,_ 
. ....• &o-so · Dull ·or Disliked 
b .. : Too Very 
i 
Somewhat : Not Di;fficul t .. ·:.Too Easy 
--. 
c. SupeJ;Vision : EJ.ccellent Good __ S~tisfactory i Fair·· · : Poor 
F;x:cellent Good Satisfac~ory Fa.ir • Poor 
- --· .... -·-· 
e.·· s tretnfos·i t:V Too Very. Somewhat Not at all 
II. ThTTERP":.:liSONAL RELATIONSHIPS: 
a. 1"fi th Supervisor: . _Excellent ·GOod _ .. Satisfactory Fair Poor 
' . --.-
b. "Vri th Co-workers~ F.:xcellent ·Good 
,.. ... _ OK with some _-_Sati~factocy_Poor_.'_ 
OK with some ~ati$fact0ry Poor 
-- . - ·-
c. With Physicians: Excellent Good 
d. With Nurses : Excellent ·:Good OK with-some ·sati:#actory Poo;r- . 
-- I - -
III. MORALE: 
a. Sense of Belonging: Definitely To a Degree 
l. If notJ whose fault? Yours Supervisors Others. 
-:-· 
b. Too E:any Bosses? Yef3 __ Som~:times No. 
--
Occasionally ~ Never c. · Appreciation shovm of your work:. . Usua;:t.ly 
. . , . . 
Poor . 
:-
d. Promotion Practice: Goocf Satisfactory Varies 
e·~ ""Favoritism Shovm by Sup.arvisor: None Sometimes _. f?fkn
1 
l. Hours of Juty; Yes Sometimes No 
2. Distribution of vvork: Yes Sometioes No 
-.-· 
Never 
•·· . . . 
f. Supv. Criticism Tactful & Constructive: Al..-;ays _Usually_Ocp. 
g. Annual Leave Treatment: Fair Inconsistent Unfair 
h. Sick Leave Treatment: Fair Inconsistent Unfair 
i. Tardiness Treatment: Fair Inconsistent Unfair 
IV. WORKING CONDITIONS: 
a. Environment; Excellent Pretty Good Varies Poor 
b. Ventilation, light, temp: Good Satisfactory Poor 
c. Hours of D:lty: Good Satisfactory Poor 
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